The study was undertaken to link organizational identification with job embeddedness in Indian context. Literature review suggested that though there is a case for linking these two variables there are hardly any study which has empirically tried to explore this relationship particularly in Indian context. For addressing this gap in the literature, a survey was conducted using established scales. In all 325 usable survey responses from executives working in various sectors in India were analyzed using regression analysis. The results show that organizational identification and job embeddedness are strongly related. However, hypotheses stating that the perceived organizational support and job satisfaction will accentuate this relationship were not supported. These findings along with the finding that organizational identification and job embeddedness are strongly related, throws up a few implications for the practicing managers. Overall this study attempts to contribute to the literature by empirically examining the relationship between organizational identification and job embeddedness as the existing literature on this relationship is scant. Moreover, the context of the study being India, the findings of the study will contribute to the implications for practicing managers in India for arresting employee turnover.
Introduction
According to a survey (Note 1) the employee turnover in India is poised to be very high as the economic growth is picking up. Organizations have to gear up to meet this challenge of reducing employee turnover. Turnover literature suggests that an individual's turnover behavior depends on his/her desire to stay with the organization and/or availability of alternate opportunities elsewhere (March & Simon, 1958) . Quite a few research studies have positively linked an individual's desire to leave an organization and/or actual turnover with job attitudes such as job satisfaction and organizational commitment, (Chen et al., 2011; Griffeth, 2000) . Also studies have linked Leader Member Exchange, Human Resource practices etc. to an individual's desire to stay with an organization (Bauer, 2006; Jiang et al., 2012) . Employability, job search behavior etc. (De Cuyper et al., 2011; Direnzo & Greenhaus, 2011) were found to be related with intention to stay or leave an organization. Mitchell et al. (2001) introduced the concept of Job-embeddedness and argued that it can predict turnover intention beyond work attitudes. Subsequently number of studies, under the premise of social exchange theory, (Blau, 1964) , have linked commitment (Hom et al., 2009 ) and other variables such as, organization based self-esteem ,leader member exchange , (Sekiguchi, et al., 2008) , human resource practices (Wheeler et al., 2010) etc. to job embeddedness. However hardly any study has tried to link organizational identification with job embeddedness. This study attempts to build a case for linking organizational identification with job embeddedness within the frame work of "Social identity theory" (Ashforth & Mael 1989, p. 20) .
The study was undertaken with the following objectives. First, to explore the literature and build a case for linking two established construct namely organizational identification and job embeddedness. Second, to empirically examine this relationship in Indian context as not many studies involving the above constructs have been studied in the context of India. Third, to examine the role of perceived organizational support and job satisfaction with regard to the relationship between organizational identification and job embeddedness as perceived organizational support and job satisfaction are considered as antecedents and/or outcomes of organizational identification and job embeddedness (Ngo et al., 2013 , Riketta, 2005 , Sluss et al., 2008 . Fourth, to provide inputs to the managers operating in India for dealing with the issue of employee turnover.
Literature Review and Hypotheses Development

Definitions
Job Embeddedness
Job embeddedness is measured from three dimensions-"links" with relevant others, "fit" with the environment concerned and the cost of "sacrificing" the "links" and the "fit", in the context of on-the job and off-the job situations (Mitchell, 2001 (Mitchell, , p. 1104 ).
Organizational Identification
Organizational identification is more of a "cognitive construct" (Mael & Ashforth, 1992, p. 105) and it is defined as the "cognitive" connection (Dutton et al., 1994, p. 242) between the image an individual has about himself or herself and the image he or she has about his or her organization (Dutton, et al., 1994, p. 245) .
Job Satisfaction
Job Satisfaction, is primarily defined as assessment of multiple features (co-workers, supervision, opportunities for growth etc.) of a job by an individual (Distel et al., 2014, p. 355 ),
Perceived Organizational Support
Perceived organizational support is defined as "global beliefs concerning the extent to which the organization values their employees' contributions and cares about their well-being" (Eisenberger et al., 1986, p. 501) .
Social Identity Theory
Social identity theory argues that individuals delineate themselves based on their memberships of respective groups (Tajfel & Turner, 1985) . According to Ashforth and Meal (1989 pp. 20-21) this segregation helps individuals in "cognitively segment" themselves and also derive "personal and social identity" from their groups. Ashforth and Meal (1989, pp. 21-22) further argue that more an individual has "perception of oneness with or belongingness to some human aggregate" more will be that individual's "social identification" to that group and if the group in context is the organization then the "social identification" takes the form of "organizational identification".
Correlates of Job Embeddedness
Several studies have supported the negative relationships between Job embeddedness and turnover intention (for review see Jiang et al., 2012) . Lee et al. (2004, p. 711) in their study found that off-the job embeddedness is a better predictor of "voluntary turnover" than on -the job embeddedness. Contrary to the findings of Lee et al. (2004) , Dawley and Andrews (2012) reported that on -the job embeddedness is a better predictor of turnover intention and this relationship is moderated by off-the job embeddedness. However meta-analysis of the studies by Jiang, et al. (2012) revealed that both the constituents of job embeddedness (on-the job and off-the job) have been found to be playing a significant role in predicting turnover behavior (Jiang et al., 2012) .
Though most of the studies have predominantly linked job embeddedness to turnover behavior, some studies have linked job embeddedness to other outcome variables such as citizenship behavior (Lee et al., 2004) performance (Halbasleben & Wheeler, 2008) innovation (Ng & Feldman, 2010) etc. Job embeddedness has also been found to be a moderator of positive link between leader member exchange and Organization Citizenship Behavior in a manner that higher the job embeddedness, stronger will be the relationship and lower the job embeddedness weaker will be the relationship (Sekiguchi et al., 2008) Harris et al. (2011) reported that organizational job embeddedness mediated the relationship between leader member exchange and turnover behavior. Thus indicating that leader member exchange could be a possible predictor of organizational job embeddedness. Wheeler et al. (2010) posited that organizational job embeddedness mediated the relationship between human resource management effectiveness and turnover intention. In other words effective human resource management practices leads to higher organizational embeddedness, which in turn reduces the turnover intention. Lev (2012) reported that on-the job embeddedness was correlated significantly with extra role component of job performance and it mediated (partially) the link between conscientiousness and the extra role behavior, hinting that the personality attributes could also be predictors of job embeddedness. Ng and Feldman (2011, p. 186) argued that people with high Internal locus of control have high social networking behavior and could negotiate better employment benefits for themselves, these in turn results in higher organizational embeddedness for them. They also posited that personality traits may not be directly related to embeddedness but certain traits may play a role in helping people to obtain important resources of the organization, which may result in higher embeddedness (2011, p. 186) . Based on a longitudinal study, Wille et al. (2010) reported that people low on Agreeableness were engaged more in job changing behavior (voluntary or involuntary). They suggested that this could be because for people who are low on agreeableness, breaking their ties with their co-workers is much easier (2010, p. 556) . While individual traits influences an employee's job embeddedness, literature also suggests that, Co-workers' job embeddedness could also be an antecedent of individual employee's job embeddedness (Felps et al., 2009 ). Allen (2006, p. 237) posited that "socialization tactics" did influence job embeddedness among newcomers. "Socialization tactics" predicted, on-the job embeddedness which in-turn influenced voluntary turnover through affective commitment (Allen & Shanock, 2013, p. 350) . Allen, D. G. (2006, p. 243) posited that members of an organization get embeddeded to the organization by bonding with other members through social interactions. These bonds could also lead to emotional attachment (affective commitment) to the organization. (Allen & Shanock, 2013, p. 356) .
Organizational Identification and Job Embeddedness
In the context of organizational behavior "social identity theory" provides the clarity as why and how concept like commitment is different from the concept of organizational identification (Ashforth & Mael, 1989, p. 20) . Organizational identification is "cognitive" in nature (Mael & Ashforth, 1992, p. 105) , whereas organizational commitment has more to do with behavior and "affect" (Mael & Ashforth, 1992, p. 105) . Also on the basis of "social identity theory" Ashforth and Mael (1989, p. 25) argued that personal interactions, closeness etc. are not necessarily important for organizational identification though they may facilitate organizational identity Researchers over the years (since 1985) have treated organizational identity on the basis of seminal work of Albert and Whetten (1985) , wherein they proposed that an organization derives its identity from the attributes which are "central, distinctive and enduring" (Gioia et al., 2000, p. 63) .
Organizational identity has more to do with the image held by an individual about his/her organization and it is an outcome of an interactive process of negotiation between top management and internal as well external stakeholders (Scott & Lane, 2000, p. 45) . The top management plays a significant role in promoting images of the organization which are legitimate and attractive to the stakeholders (Scott & Lane, 2000, p. 49 ).
Based on these images and other images of the organization, stakeholders associate an organization with certain characteristics and if large number of people identifies the organization with these characteristics, they contribute to the organizational reputation (Herrbach et al., 2004 (Herrbach et al., , p. 1391 . Hogg and Terry (2000, p. 123) posited that "Self-categorization theory" (an extension of self-identity theory) explains the phenomena of an individual's attempt to match the "prototype" of an organization by "depersonalization" of self. More attracted the members are to the "prototype" more will be the interaction and cohesion among the members leading to solidarity and more importantly greater identification (Hogg &Terry, 2000, p. 126) .
Scholars suggest that organizational identification in the realm of "social identity theory" is mainly through "distinctiveness and prestige" (Jones & Volpe, 2011, p. 415) and not much through interactions and cohesion of members (Ashforth & Mael, 1989, p. 25) . However role of "interpersonal interactions" cannot be ignored while dealing with organizational identification (Jones & Volpe, 2011, p. 426) . The management's willingness to listen to an employee and providing him/her with an open and trustworthy "communication climate" improves Organizational identification (Smidts et al., 2001 (Smidts et al., , p. 1053 . "Network size", that is number of members an individual reaches out for advice and/or would like to be with to resolve personal issues, was found to be positively related with the strength of one's organizational identification (Jones & Volpe, 2011, p. 420) . Increased organizational identification among the employees will lead to more togetherness among the employees (Dutton et al., 1994, p. 254) . Also it is reported that organizational identification induces more cooperation among the employees (Dukerich et al., 2002) . Based on the above discussion it may be argued that organizational identification will prompt people to develop "links" within the organization. Ashforth and Meal (1989, p. 27 ) argued that although "internalization" of organizational values etc. may happen irrespective of the level of organizational identification, the relationship between "socialization" and "internalization" is strengthen by organizational identification (1989, p. 29) . Riketta (2005, p. 361) on the basis of his meta-analysis on organizational identification posited that one's fit with and acceptance of, the organizational values, practices etc. along with emotional attachment to the organization is linked to organizational identification. Hence people with stronger organizational identification will have better "fit" with www.ccsenet.org/ijbm International Journal of Business and Management Vol. 10, No. 12; 2015 the organization. Based on the above discussions it is argued that organizational identification influences development of "links" within the organization and also "fit" with the organization. Thus, the following hypothesis is proposed: Figure 1 . Job embeddedness has been widely used to predict turnover intention (Mitchell, 2001 (Mitchell, , p. 1103 . Riketta (2005) reported that organizational identification correlates with job satisfaction. Van et al. (2004) nomologically and empirically argued that organizational identification results in job satisfaction which in turn influences turnover intention. Loi et al. (2014, p. 45) posited that good leader member exchange can lead to higher feeling of oneness with the organization which in turn results in better job satisfaction. Similarly (Ngo et al., 2013) reported that in collective cultures too, organizational identification was linked to job satisfaction positively. Van et al. (2004) reported that job satisfaction mediates the relationship between organizational identification and turnover intention. As both job satisfaction and job embeddedness are reported to be negatively related to turnover intention (Mitchell, 2001) , it is argued that higher job satisfaction will positively strengthen the relationship between organizational identification and job embeddedness. Thus, it is hypothesized that:
Hypothesis 2: The relationship between organizational identification and job embeddedness will be moderated in such a manner that the relationship between organizational identification and job embeddedness will be stronger when job satisfaction is higher and the relationship will be weaker when job satisfaction is lower.
Role of perceived organizational support as an antecedent of organizational identification cannot be ignored (Meal & Ashforth, 1992) . Sluss et al. (2008) posited that organizational identification is positively influenced by perceived organizational support and also leader member exchange leads to perceived organizational support which in turn influences organizational identification. Their argument stems out of the logic that positive perceived organizational support is instrumental in inducing sense of "self-worth" and thereby "self enhancement" (2008, p. 459). Edwards and Peccei (2010) investigated the role of organizational identification as a mediator on the relationship between perceived organizational support and turnover intention and reported that the effect was significant. In another study, Edwards (2009) posited that human resource practices predicts organizational identification and it also feeds into perceived organizational support to predict organizational identification. Without undermining the role of perceived organizational support as an antecedent of organizational identification, in this study perceived organizational support is considered as a moderating variable and it is argued that:
Hypothesis 3: The relationship between organizational identification and job embeddedness will be moderated in such a manner that the relationship between organizational identification and job embeddedness will be stronger when perceived organizational support is higher and the relationship will be weaker when perceived organizational support is lower.
Methods
Sample and Measures
Self-reporting questionnaires were used to collect data from employees spread across various industries in India. Data was collected as a part of a larger study from the executives of various sectors such as consulting, healthcare, information technology etc., who attended management development programs at a leading business school in India and also from the alumni of the above mentioned business school. In all 325 usable responses were obtained. The respondents were assured that their responses will be kept confidential and will be used only for the purpose of academic research. Of the 325 usable responses, 77 percent of the respondents were males. Respondents who were less than 40 years of age constituted 76 percent of the sample. 35 percent of the respondents were having experience of 12 years or more and respondents who had 4 to 11 years of experience constituted 53 percent of the sample
Measures
Job Embeddeness
Job embeddedness was measured using the global measure proposed by Crossley et al. (2007 Crossley et al. ( , p. 1035 . The scale had seven items. Each item was measured on a five point scale (1="strongly disagree" to 5="strongly agree"). Sample items are "I am tightly connected to this organization; I feel attached to this organization".
Organizational Identification
Organizational identification was measured using the scale proposed by Mael and Ashforth, (1992, p. 122) . The six item questionnaire had five point scale (1="strongly disagree" to 5="strongly agree"). Sample items are "When I talk about this organization, I usually say 'we' rather than 'they'; this organization's success are my success".
Perceived Organizational Support
Nine item scale proposed by Eisenberger et al. (1986, p. 502) which appeared in Fields, D. L. (2002, p. 118 ) was used for this study. Sample item are "The organization cares about my opinion"; "the organization really cares about my well-being".
Job Satisfaction
Three item measure on five point scale was used for the study (Mitchell et al., 2001 ). The sample item are "All in all I am satisfied with the job"; "In general I like working here".
Results
The table 1 provides the means, standard deviations and the correlations of the variables studied. The correlation between organizational identification and job embeddedness was positive and significant (0.50, p< 0.01). The moderator variable job satisfaction was positively and significantly related to the organizational identification (0.44, p< 0.01) and also to job embeddedness (0.49, p<0.01). The other moderator variable, perceived organizational support had significant positive relationship with organizational identification (0.50, p< 0.01) and job embeddedness (0.48, p<0.01). Both the moderators were also positively related (0.64, p<0.01). The data was further analyzed using Hierarchical regression technique. In the first phase (Table 2 ) hypothesis 1 and hypothesis 2 were tested. Control variables, age and tenure were entered first. Next the independent variable and the moderator (in this case, job satisfaction) was entered. The standardized beta value of the relationship between organizational identification and job embeddedness (B=0.34, p< 0.01) signified support for hypothesis 1. The
International Journal of Business and Management Vol. 10, No. 12; 2015 model explained 35 percent variance. In the next stage interactive term (organizational identification x job satisfaction) was entered. The change in the R 2 was non-significant. Thus revealing absence of moderation (Hair et al., 2003) .
In the following phase (Table 3 ) the same process was repeated with another moderator namely perceived organizational support. The standardized beta value (B= 0.31, p< 0.01) of the relationship between organizational identification and job embeddedness reinforced the support for the hypothesis 1.The model explained 35 per cent variance. Similar to earlier phase when the interactive term (organizational identification x perceived organizational support) was entered, the change in the R 2 was not significant. Hence like job satisfaction, perceived organizational support was also found not be moderating the relationship between organizational identification and job embeddedness. .00 ** Significant at 0.01; * Significant at 0.05.
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Discussion
This study was set out to link organizational identification with job embeddedness. Scanning through the literature, it was found that these two established constructs in main stream organizational behavior literature has not been empirically linked. Given that there are quite a few studies (Riketta, 2005; Van et al., 2004) which have explored the relationship between organizational identification and turnover intention and also the relationship between job embeddedness and turnover intention (Jiang et al., 2012) a theoretical framework was attempted to link organizational identification to job embeddedness. It was hypothesized that the relationship will be positive.
The study results reveal that as hypothesized a strong correlation was found between these two variables. In other words an employee who identifies himself/herself with the organization will develop more "links" within the organization as he/she considers himself/herself as a strong part of the organization as a whole. This strong connect with the organization makes him/her feel that his/her successes lies in the organization's success. As a result of this bond it becomes difficult for him/her to "sacrifice" the "links" developed within the organization and thereby he/she get embedded in the organization.
It was hypothesized that this positive relationship between organizational identification and job embeddedness will be further strengthen if the employee perceives strong support from the organization. Interestingly, this was not supported. Moreover it was also hypothesized that high job satisfaction will accentuate the positive relationship between organizational identification and job embeddedness. This hypothesis was also not supported.
These above findings are noteworthy. It implies that perceived organizational support and ones satisfaction with the job play insignificant roles when it comes job embeddedness emanating out of organizational identification. In other words if an employee has strong organizational identification then he/she will continue with the organization even if he/she perceives the organization to be less supportive or has he/she has low job satisfaction.
Managerial Implications
Organizations put in lot of efforts to retain employees. This study provides a few tips to the organizations for enhancing job embeddedness for possibly reducing turnover intentions. As the study reveals that identification with one's organization results in stronger job embeddedness, attempts should be made firstly to enhance the external prestige of the organization. Literature suggests that perceived external prestige is a strong antecedent of organizational identification (Smidts et al., 2001 (Smidts et al., , p. 1052 ). This could be done by pertinent image building exercises. Secondly, the study builds a strong case for hiring people based on value congruence between the prospective employee and the organization, as this fasten the process of building strong identification with the organization (Scott & Lane, 2000) . Thirdly, a well-meaning socialization process of new employees should be put in place, as the literature reveals that socialization process helps in creating strong organizational identification (Ashforth & meal, 1989) .
The findings also provide a word of caution to the managers. High job embeddedness and strong organizational identification of the employees should not be taken as a measure for employee satisfaction. This view was further reinforced, when the researcher contacted some of the respondents and shared the findings with them.
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International Journal of Business and Management Vol. 10, No. 12; 2015 Some of the respondents did mention that they draw their identity from the organization and this identity do help in developing off the job "links" which in turn, embeds them to the job. Over a period of time it becomes difficult for them to "sacrifice" these "links" even if they don't find the organization a conducive place to work. Hence it is recommended that managers from time to time should gauge employee satisfaction through surveys or meetings. This will help in taking corrective steps to ensure motivated workforce.
Limitations and Future Direction of Research
Being a cross sectional study, causal relationship between the variables cannot be established. Moreover, generalizability of the findings could also be a limitation though efforts have been made to collect data from various industries across different cities of India. Given the interesting findings, that the perceived organization support and also job satisfaction play insignificant role in strengthening the relationship between organizational identification and job embeddedness, it will be worthwhile to replicate the study in different situations and also use longitudinal approach to establish causal relationship.
Conclusion
This study attempted to link organizational identification to job embeddedness as the literature is silent on this relationship though there are evidences to theoretically link them. Hence data was collected and analyzed to empirically test this relationship. The findings suggested that these two variables are strongly related signifying that organizational identification is a strong predictor of job embeddedness. The findings also revealed that job satisfaction and perceived organizational support which are also predictors of job embeddedness did not moderate the relationship between organizational identification and job embeddedness.
